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Abstract

Background: Locus of control is an important variable that affects every area of human endeavor as describing
individual differences and predicting behavior in organizational settings. Also, it is viewed as an important element
for work motivation which determines the level of innovative behavior that helps health care providers to meet
patients’ needs. Motivating for nurses for innovative behavior largely rest on the leadership style. Aim: Investigate
the role of work locus of control and inclusive leadership on nurses’ innovative work behavior in Mansoura
Gastroenterology surgical center. Methods: Descriptive analytical design was employed by 139 nursing staff
working at Mansoura Gastroenterology surgical center, which affiliated at Mansoura University by using three tools
as: work locus of control scale, inclusive leadership scale and innovative work behavior scale. Results: 89.9% of
studied sample reported that the level of work locus of control was moderate, (75.5%) of them mentioned that the
inclusive leadership level was moderate and also, (69.1%) of them mentioned that the level of innovative work
behavior was moderate on their work setting. Conclusion: The work locus of control was not correlated
significantly with innovative work behavior, but there was a highly positive correlation between inclusive leadership
and innovative work behavior in studied settings. Recommendations: It is recommended that to promote innovative
work behavior, it is necessary to managers cultivate an inclusive leadership style. Develop clear motivation system
for nurses and provide them sufficient autonomy to think through and present new ideas. Hospital managers should

develop training program continuously for enhancing nurses’ locus of control.
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Introduction

The competitive health care environments motivate
managers to find out strategies that encourage
innovative behaviors among health care providers to
meet  patients’  requirements that  changed
continuously (Chowhan, Pries, & Mann, 2017; Hu,
Wu, & Gu, 2017). Until that time, many studies
revealed that innovation was not focused only on
research and development specialists but also
concerned with other workers and specialties at all
organizational levels that need to be opened in the
direction of innovation within their particular roles
for the long-term organizational achievements (Lee &
Wong, 2017& Javed, et al, 2018)

The locus of Control refers to person’s awareness of
his or her capacity to have control over the
environment. Work locus of control of employees
refers to refers to how employees
believe that they can control work events. (Shannak,
& Al-Taher, 2012)

Nurses with a high degree of internal control locus
assume that their personal conduct and activities are
primarily the product of their action. They also have
well control of their performance and have tendency
to reveal more administrative activities than externals

and aim to inspire other people. They are more likely
to believe that their actions would be successful and
more involved than outsiders in finding information
and awareness about their situation. Many with a high
external control locus think that events are primarily
controlled by powerful of others, fate, or chance.
Although locus of control generally is repeatedly
studied, restricted research has examined work locus
of control (Fleur de Laat, 2016, & Shannak & Al-
taher, 2012)

The inclusive style is an extension relational
leadership styles that emphasis on the interaction
between leaders and subordinates, leaders stress on
performing tasks with people rather doing things to
people” (Carmeli et al., 2010 & Hollander, 2012).
The inclusive leadership defined as “words and
actions by leaders that indicate an invitation and
gratefulness for others’ contributions.” It also refers
to as win-win situations with a common goals and
ideas of mutually dependent relationships. The
inclusive leaders are valued and person who accepted
others within the organization and was accountable
for results. Furthermore, an inclusive leader is playing
a main role in establishing an inclusive organization
(Li, 2019; Hollander, 2009 & Ospina, 2011).
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The framework of inclusive leadership includes three
dimensions: (1) leaders recognize, respect, design for
human uniqueness and variability, logically tolerated
to employee mistakes, also provide inspiration and
support for the staff when they make errors. (II)
Leaders use inclusive, open & transparent processes,
and co-operation with people who have a diversity of
perspectives and praising accomplishments instead of
showing distrust. (Ill) Leaders handle staff
members equally, consider their needs and desires,
display an adaptive behavior, and ensured that
earnings were distributed fairly. Inclusive leadership
has displayed a special nature of comprehensiveness,
belonging, individuality, and inclusion in parallel
with other types of leadership that may be abstractly
connected (Qi, Liu, Wei & Hu, 2019)

Inclusive leadership focuses on accepting the
individual differences of employees, empowering
them to contribute their specific abilities and
viewpoints and encouraging them to participate in
organizational goals. While servant
leadership emphasis on employee improvements,
inclusive leadership based on meeting the needs of
employees for accessibility and transparency of the
work community. While empowering leadership
focused on leading by role model, distribution of
power, training and teaching, it accelerates the
awareness about accessibility and inclusiveness (QIi,
Liu, Wei & Hu, 2019)

The idea generation is the first stage of nurses’
innovation. Overall honesty, availability and
accessibility facilitated nurse disposition in creative
work (Widmann & Mulder, 2018; Ye et al., 2019;
Kremer et al., 2019). Innovative work behavior
(IWB) improves the performance quality that
increases the usefulness of services delivered by
nursing staff and improving the possibility and spirit
of new idea generating. Inclusive leadership is an
extraordinary feature that reshapes nurses' attention to
support and promote creative work behavior
(Alshoukri, et al, 2020)

Innovative Work Behavior (IWB) has a vital role in
accomplishing the goal of the organization. It is deal
with employees’ accomplishments and desires to
improve the existing environments (Akram et al.,
2016; & Alsughayir, 2017). IWB is particularly
significant for entire organizational health care
professionals not only important for the innovation-
oriented organizations or departments (Alshoukri, et
al, 2020).

Significance of the study

Innovation is the central facilitator for organizational
development, performance, and effectiveness.
Managers and leaders have progressively highlighted
the significant effect of innovation for competitive

advantages, supportable development, and long-term
organizational achievement. The key issue of
innovation was that a nurse had an innovative, new
and creative idea and developed that idea away from
its first state. Assumed that nurse innovation in health
care organizations was the vital importance to an
organization, as it is the basic element to recognize
factors that encourage nurse innovative behavior,
which improves nurse’s engaging innovative
activities (Qi, Liu, Wei & Hu, 2019). Even with
broad literature about inclusive leadership and its
impact on innovative behavior, few studies have
discovered the relationship between inclusive
leadership and innovative behavior of nurses. To deal
with this gap, this study aims to investigate how work
locus of control and inclusive leadership influence on
nurses’ innovative work behavior
Aim of the study
The aim of this study is to investigate the influence of
work locus of control and inclusive leadership on
nurses’ innovative work behavior in Mansoura
Gastroenterology surgical center
Research Questions:
= What is the level of work locus of control in
Mansoura Gastroenterology surgical center?
= What is the level of inclusive leadership in
Mansoura Gastroenterology surgical center?
= What is the level of innovative work behavior in
Mansoura Gastroenterology surgical center?
= What is the influence of work locus of control and
inclusive leadership on nurses’ innovative work
behavior in Mansoura Gastroenterology surgical
center?

Subjects and Methods

Research design

Descriptive correlational research design was utilized.
Research Setting:

The study was conducted at Mansoura
Gastroenterology surgical center. It is the fourth
center specializing in gastrointestinal surgery in the
world.it provides medical care for specific patient
with different liver diseases. It also includes training
programs for Egyptian and foreign physicians around
the world. It includes operating rooms, intensive care
unit, internal department, medical unit, endoscopy
unit and radiology unit

Participants: All available nurses (139 nurses) at
Mansoura Gastroenterology surgical center at
previously mentioned units and accepted to
participate in the study were selected through
convenient sampling.

Tools of data collection: Three questionnaires were
utilized for data collection. 1** questionnaire consists
of two parts. 1% part is demographic data of studied
sample as age, years of experience, education level....
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etc. The 2" part includes work locus of control scale
that adopted from (Spector, 1988) and contains (16)
items. It aims to assess the work locus of control
through five (5) point Likert scale ranged from
strongly disagree (1) to strongly agree (5).

Scoring system: Based on cut of value 50%, the level
of work locus of control is set as low <50%, moderate
50-75% and high >75%

The 2" questionnaire is inclusive leadership scale
adopted from (van Dierendonck & Nuijten, 2011)
that contains (17) items and aims to assess the
inclusive leadership through Five (5) point Likert
scale ranged from (1) strongly disagree to (5) strongly
agree.

Scoring system: Based on cut of value 50%, the level
of inclusive leadership is set as low <50%, moderate
50-75% and high >75%

3" questionnaire is IWB scale adopted from Janssen,
(2000) and contains three (3) items namely Idea
Generation, Idea Promotion contains and Idea
Realization each item contains three (3) sub items
with total nine (9) sub items.

Scoring system: Based on cut of value 50%, the level
IWB is set as low <50%, moderate 50-75% and high
>75%

Validity and reliability:

Five experts of nursing administration were tested
tools for its face and content validity. The study tools
were tested to assess reliability via the pilot subjects
and Cronbach’s alpha test was 0.879 for first tool,
0.899 for the second tool and 0.879 for third tool.
Pilot study:

A pilot study was administrated on 10% from nurses
(14 nurses) at Mansoura Gastroenterology surgical
center that excluded from the study contributors to
assess the clearness, applicability of tools and
determine the time needed to fill in questions. No
modifications were needed.

Field work:

The researchers introduced themselves to the study
sample, explained the aim of the study, and the way
to fill the questionnaire, approval was taken orally
and asked them for their cooperation with them. The
researchers met the respondents either individually or
groups during shifts to distribute the questionnaires
during these meetings. The respondents filled in the
tools individually at once and some respondents read
the questionnaires and fixed another time to fill them,
filling the questionnaire sheet acquired from 20-30
minutes. The data collection process started from the
beginning of September to the end of November,
2019

Ethical considerations

The Research Ethical Committee of Faculty of
Nursing, Mansoura University was awarded an
approval for the current study. An official permission
to conduct the study was obtained from the
responsible administrator of the Gastroenterology
surgical center. The participation in the study was
voluntary and participants have the right to withdraw
from the study at any time. All participants were
assured about the confidentiality of the collected data
and therefore the privacy of the study sample was
assured.

Statistical techniques:

The data were analyzed statistically by using SPSS
software version 22. Categorical variables were
represented as frequency and percentage. Continuous
variables were represented as mean, and standard
deviation. Independent t-test was used to test the
difference between two mean of continuous variables.
ANOVA test used to test the difference between more
than two mean of continuous variables. Pearson
correlation coefficient test was conducted to test the
association between two continuous variables.
Statistically significant was at p-value < 0.01 &0.05.

Results
Table (1): Personal characteristics of the nursing staff (n=139).
Variables No %
Age years:
= 20-<25 30 21.6
= 25-<30 52 37.4
= 30-<35 36 25.9
= 35-<40 12 8.6
= >40 9 6.5
Gender
=  Male 21 15.1
=  Female 118 84.9
Level of education
= Diploma nurse 38 27.3
= Technical institute 64 46.0
= Bachelor of nursing 37 26.6
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Work position
= Nurse 133 95.6
= Head nurse 3 2.2
= Supervisor 3 2.2
Workplace
= Intensive care unit 64 46.0
= Internal department 25 18.0
= Medical unit 14 10.1
= Endoscopy unit 22 15.8
= Radiology unit 12 8.6
= Operating room 2 1.4
Experience years:
= 1<5 45 324
= 5<10 37 26.6
= 10-<15 22 15.8
= 15-<20 26 18.7
= >20 9 6.5

Table (2): Mean scores of work locus of control, inclusive leadership, and IWB as perceived by the
nursing staff (n=139).

Variables No of items Min- max Mean = SD
1. Work locus of control 16 33.0-65.0- 51.7845.75
2. Inclusive leadership 17 38.0-85.0 57.64+7.93
3. IWB 9 26.0-40.0 32.20£3.17
= |dea Generation 3 7.0-14.0- 10.53+1.59
= |dea Promotion 3 7.0-14.0 10.81+1.46
= |dea Realization 3 8.0-14.0 10.84+1.32
100 -
90 - ¥ 09
80 -
70 -
60 -
50 -
40 A
30 -
20 -
10 1 - e
0 T T : 1
Work locus of  Inclusive leadership  Innovative work
control behavior
mLow mModerate = High

Figure (1): Levels of work locus of control, inclusive leadership, and IWB among the nursing staff
(n=139).
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Table (3): Mean scores of work locus of control, inclusive leadership, and IWB in relation to personal
characteristics of the nursing staff (n=139)

vVariables Work locus of Inclusiv_e IWB
control leadership
Age Mean £SD Mean £SD Mean +SD
= 20-<25 52.90+5.47 58.76+9.44 32.36+2.82
= 25-<30 52.28+5.77 56.98+7.83 31.98+3.42
= 30-<35 51.25+5.37 58.22+7.16 32.38+3.53
= 35-<40 50.58+6.41 57.56+6.79 32.66+1.43
= >40 48.88+6.84 56.00+8.38 31.55+3.46
F-value /p value 1.16/0.32 0.38/0.81 0.26/0.90
Gender
=  Male 49.76+8.06 56.66+7.53 31.28+2.53
»  Female 52.14+5.19 57.81+8.02 32.36+3.26
t-value /p value 1.76/0.08 0.61/0.54 1.43/0.15
Level of education
= Diploma nurse 52.68+6.52 57.57+7.36 32.39+£3.09
=  Technical institute 52.28+4.48 58.93+7.92 32.09+3.36
= Bachelor of nursing 50.00+6.57 55.45+8.24 32.18+2.98
f-value /p value 2.54/0.08 2.29/0.11 0.11/0.90
Work position
=  Nurse 51.7145.83 57.60+8.08 32.23+3.21
= Head nurse 52.33+4.04 57.0045.00 32.66+1.52
= Supervisor 54.33+2.31 59.66+1.15 30.33+2.88
f-value /p value 0.31/0.73 0.10/0.89 0.55/0.57
Workplace
= Intensive care unit 52.00+4.34 56.95+8.71 32.62+3.23
= Internal department 50.80+8.17 58.08+8.11 32.80+2.94
»  Medical unit 51.42+6.51 58.28+4.64 30.14+2.24
=  Endoscopy unit 51.36+6.58 56.90+7.92 32.09+3.70
= Radiology unit 54.66+3.47 61.91+5.16 31.75+2.17
=  Operating room 47.00x0.00 52.00£9.89 29.50+4.94
f-value /p value 1.08/0.37 1.06/0.38 1.99/0.08
Experience years:
= 1<5 50.95+6.95 57.37+9.20 31.71+2.78
= 5<10 54.02+3.96 58.45+7.26 32.62+3.42
= 10-<15 50.63+6.90 56.54+7.64 31.68+3.28
= 15-<20 50.92+4.62 58.11+6.73 33.19+3.17
= >0 52.00+2.95 56.88+8.92 31.33+3.46
f-value /p value 2.07/0.88 0.25/0.91 1.39/0.24
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Figure (2): Relationship between work locus of control and IWB of the nursing staff (n=139)

40.00— L= )

37 .50

35.00

32.507

Innovative work behavior

30.007

R2 Linear = 0.079

27507
e o @ OO0
@ o
T T ! T T T T
30.00 40.00 50.00 60.00 F0.00 80.00 S0.00

Inclusive leadership

Figure (3): Relationship between inclusive leadership, and IWB of the nursing staff (n=139)
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Table (1): Shows that (37.4%) from studied sample
aged from 26-30 years old, (84.9%) of them were
female, (46%) of them had a technical institute,
(95.7%) of them were nurses, (46%) working in
intensive care unit and (32.4%) of them had from 1-5
years of experience.

Table (2): Shows that the studied sample reported
their high mean scores for inclusive leadership (38.0-
85.0) followed by work locus of control (33.0-65.0-)
while IWB gained the lowest mean scores (26.0-
40.0).

Figure (1): illustrates that (89.9%) of studied sample
reported that the level of work locus of control was
moderate, (75.5%) of them mentioned that the
inclusive leadership level was moderate and also,
(69.1%) of them mentioned that the level of IWB was
moderate on their work setting.

Table (3): Illustrates that there was no statistically
significant differences of nurses’ work locus of
control, inclusive leadership, and IWB related to their
personal characteristics.

Figure (3): Hlustrates that there is a highly positive
correlation between inclusive leadership and IWB in
studied settings.

Discussion

Innovation is a critical factor for supporting
continuous changes in health care environments. It
arises when a nurse develops, improves and applies
new ideas that are main components of nurses’ IWB.
Research revealed that leadership, team work, work
climate, personal characteristics, job resources and
job demand, personal attitudes and values, are
obviously related to the IWB. Among all these
indicators of IWB, leadership shows a significant role
on nurses’ IWB (Franco & Haase, 2016). Inclusive
leaders provide their subordinates with participation
in decision-making and work activities, demonstrate
their availability to subordinates; therefore, they
support their staff to have new and innovative ideas.
Generating fresh ideas is the first phase of IWB
(Sharifirad & Ataei, 2012).

Regarding total locus of control level of the nursing
staff, the results of current study revealed that there is
moderate level of work locus of control, this may be
due to most of the studied nurses make their duties for
accomplishing a specific task or goal and liable for
success, this provides a degree of control. This result
was agreed with El-Sayed & Abdel-Aleem, (2014)
who found that, about three fifth of head nurses have
internal locus of control, while more than two fifth of
them have external other locus of control. Similarity,
locus of control shows a significant role individual's
lives, particularly in the labor setting. Furthermore,
the locus of control characteristics had a significant
relationship with the presence in the workplace.

Locus of control is linked with desirable work
outcomes although the shortage of internal locus of
control is associated with undesirable work outcomes
and behaviors Sahraian & Ghanizadeh (2014).

Also, this result was in the same line of Kalil, et al,
(2019) who revealed in their study about; relationship
among nurses ‘'locus of control, work motivation
factors, and their organizational commitment that
more than half of studied staff nurses' had locus of
control. On the opposite hand, this result was in
disagreement with Pourhoseinzadeh, et al. (2017),
who revealed in their study about; the relationship
between health locus of control and health behaviors
in emergency medicine to determine the type of
health locus of control in emergency medical
personnel show that maximum of workers had
external locus of control.

Regarding total inclusive leadership level, the results
of current study revealed that the level of inclusive
leadership was moderate. This may be related to
leader encourages nurses to use their abilities, helps
nurses to further improve themselves and encourages
nurses to solve problems instead of just telling them
the way to solve it.

These findings were supported by Franco& Haase
(2016) who stated that inclusive leaders respect and
inspire nurses to achieve hard and challenging goals,
identify and evaluate their efforts and achievements
to realize those definite goals, and show reactive
behavior where leaders respond clearly and timely to
personnel’ problems. Furthermore, they delegated
power to staff, with high autonomy to do their work
activities on their way. They appreciated the presence
of staff at work setting Salib (2014)

The present study highlighted that level of IWB was
moderate. This may be related to nurses mobilizing
support for innovative ideas, generating original
solutions for problems after evaluating its utility.
These findings accept as true with Kratzer, et al
(2012) showed that IWB is complex, non-routine
behavior where staff generate innovative ideas,
avoided traditional thoughts and refuse superiors
through challenging the status quo, in such an
environment it was understood that a lot of the new
ideas were intended to fail.

On the opposite side, employees who express new
progress were rejected because it was supposed as
unfamiliar  behavior at work  environment.
Consequently, leaders considered creative employees
as trouble makers. These employees faced the
experience of punishment like downgrading or
termination regarding their innovativeness (Gong et
al., 2012).

The current study indicated that there was a highly
positive relationship between inclusive leadership and
IWB in studied settings. This might be due to

Vol , (8) No, (20), Supplement March, 2020, pp (124-133)

130



Assiut Scientific Nursing Journal

Elsayed et al.,

inclusive leadership is a practice of interactive
leadership, openly involving employees in decision-
making, and permitted them to express participative
behavior in the work environment. Consequently, in
an inclusive  environment where personnel
experienced high support from their leaders, IWB
stimulated. These findings accept as true with (Javed,
et al, 2018) who study inclusive leadership and IWB:
The role of psychological empowerment and
mentioned that positive relation between inclusive
leadership and IWB.

This finding was congruent with the study of (Choi,
et al, 2017) who studies inclusive leadership and
employee well-being: The mediating role of person-
job fit and reported that positive relation between
inclusive leadership and innovative behavior in
employees in Vietnam. This is the same line of Javed
et al, (2017) examined the relationship between
inclusive leadership and IWB among supervisor—
subordinate in Pakistan. Their findings confirmed that
inclusive leadership completely affected IWB.
Employees were involved in the innovative practices
and they had excellent relationship with their leaders
that inspired them to take risks for idea generation,
implementation and promotion.

Moreover, inclusive leadership shows honesty to
listen to new ideas, show their presence of leaders as
employees confront challenges and have the ability to
discuss urgent events with employees. Accordingly,
workers can simply share and discuss the main
problems they face while exhibiting IWB (Masood,
M., & Afsar. 2017). As well as, Inclusive culture the
leader accepts the employees’ faults and
disappointment to achieve desired goals. Regarding
accepting disappointment, inclusive leadership
managers have the responsibility for disappointment
as a result, encouraging employees to point out more
IWB (Afsar, et al, 2014)

The findings of the study revealed that, there was no
significant correlation between work locus of control
and IWB in studied setting. Within the same line of
(Skudiené, et al., 2018) who found that neither
internal locus of control nor external locus of control
has shown statistically significant relationship with
IWB. On the contrary, lately other dimensions have
started to come into play in IWB. Locus of control is
one among these dimensions, which is considered as
a personality variable. The superiority of internal
locus of control, especially with respect to creativity
and innovation Kaur & Gupta, (2016)

This finding disagreed with Kaur & Gupta (2016)
found that locus of control, has a positive relation and
is a strong predictor of innovative behavior. Also, in
contrary with the current study findings a study
conducted by, (Pasaribu, et al, 2019) concluded that,
locus of control has a positive direct influence on the

innovative behavior, innovative behaviors are very
much determined by the level of locus of control of
each teacher in the school. Similarity, Lingyan, et al.,
(2020) in their study of effect of locus of control on
innovative  behavior among new generation
employees: A moderate mediation role identified that
internal locus of control had direct and indirect
positive effects on innovative behavior and external
locus of control had direct and indirect negative
effects on innovative behavior.

Conclusion

Current research indicated that no correlation between
LOC and IWB while, there was positive correlation
between inclusive leadership and IWB. So, we can
have concluded that inclusive environment where
employees perceived high support from their leaders,
IWB stimulated

Recommendation

Based on the findings of this study, the following

can be recommended: -

1- Provide a motivation program with respect to
innovative activities, such as extra payment,
extraordinary gifts for greatest ideas, or any other
means of tangential rewards, as long as they are
appreciated from the employees

2- Give nurses sufficient autonomy to think about
new ideas that provides worthy opportunity to
develop more creative and innovative concepts,
without strict boundaries and stress from the
management levels.

3- Encourage continuous in—service training program
for enhancing nurses’ locus of control.

4- Take into considerations individual dissimilarities
of nurses when applying different leadership
styles in work setting, as their effectiveness can be
influenced by the personality characteristics of
nurses with respect to locus of control

5- Make brainstorming sessions to improve
innovative work behavior

6- Encourage an inclusive culture by highlighting
honesty, accessibility and availability to provide
chance for nurses to create new ideas and express
their opinions. Therefore, it is almost important
for nursing leaders to provide training programs to
foster a close relationship with nurses
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